The main objective of this research was to examine how transformational leaders boost their followers' innovative work behavior through trust in a leader, empowerment, and work engagement. Data were collected from 281 multinational organization employees in China. The Statistical Package for the Social Sciences (SPSS) macro process was utilized to test the proposed hypothesis. The findings revealed that transformational leadership and work engagement were significantly related to innovative work behavior. The findings also demonstrated the significant impact of transformational leadership on trust in a leader, and its subsequent positive impact on the work engagement of the employees. Furthermore, the results supported a significant serial mediation between transformational leadership, trust, work engagement, and employees' innovative behavior. The results also showed a significant moderating effect of empowerment on transformational leadership and innovative work behavior. For boosting employees' innovative work behavior, leaders in the organization should strive to engage them effectively in their work by gaining their trust, which could help them participate in creative activities. This is the key study to investigate the different perspectives of how transformational leadership can stimulate followers' innovative behavior through trust in the leader and work engagement within the Chinese organizational context.
Introduction
Human performance is one of the triple bottom line dimensions, alongside the economic and environmental dimensions, which organizations today are striving to achieve in order to ensure organizational sustainability [1, 2] . Unfortunately, the human dimension has received a limited consideration in the organizational literature on organizational sustainability, as compared to the environmental and economic dimensions of organizational sustainability [2, 3] . However, the significant financial implications of various employees' work-related behaviors call for more significant attention toward the human dimension of sustainability. Consequently, the consideration of management scholars and practitioners toward the human dimensions of organizational sustainability has been increasing in the last decade. Innovative work behavior (IWB) is an important employee outcome that is related to the human dimension of organizational sustainability.
Innovative work behavior (IWB) is an important factor that management scholars need to consider, significantly, in order to gain a competitive advantage [4] and establish organizational sustainability. Apart from research and development, the organizations operating in the highly competitive business environment also need innovative work behavior in other domains of businesses [5] [6] [7] , in order to discover new ways of satisfying customer demands [8] [9] [10] , and retain their competitive position in the business world [11] . Since the organizations rely on different actors to stimulate innovative work behavior [4] , the organizational leaders are the most prominent actors who can foster innovative work behavior at the workplace, and thus bring new changes to an elusive situation [12] [13] [14] [15] . Hence, current research has highlighted leadership among the significant factors that influence innovative work behavior [16] . Thus, organizations have realized the need to engage leaders who have the ability to address complex problems with innovative solutions [17] .
The current economic and business changes in East Asia require business leaders to use the transformational leadership (TL) style for encouraging innovative work behavior among their employees in order to achieve sustainable economic growth [18, 19] . Transformational leadership has captured the attention of leading researchers, who have investigated the antecedents of innovative behavior in the existing stream of literature on innovative work behavior [10, [20] [21] [22] [23] [24] [25] [26] [27] . Transformation leadership refers to the leaders who develop their followers' potential for work through inspiration, intellectual stimulation, and empowerment, which might help develop innovative work behavior [28] [29] [30] . The transformational leaders are more likely to encourage innovative work behavior, as they directly influence the creativity and performance of their followers [31] , by empowering them and fostering trust and engagement in them [32] [33] [34] .
Along with the consequences of transformational leadership, the existing research has also reported empowerment [35] [36] [37] , work engagement [38] , and trust [39, 40] as significant predictors of innovative work behavior. Engagement is an outcome of transformational leadership that keeps employees engaged in their work and facilitates them to induce innovative behavior [35] . Similarly, trust contributes to the organizational success [41] by allowing interdependence [42] among employees when performing complex organizational tasks and resolving conflicts [43] . Thus, to foster innovative work behavior among employees, organizational leaders need to consider the trust in leaders and work engagement as the most important factors linking transformational leadership and innovative work behavior.
Recognizing the role of transformational leadership in innovative work behavior through different positive employee behaviors, the current research offers its theoretical contribution to the existing research on innovative work behavior in two important aspects. First, this study proposed and tested a serial mediation mechanism to explain how trust and work engagement strengthen the relationship between transformational leadership and innovative work behavior. Whereas our second contribution is to investigate situations where empowerment moderates the relationship between transformational leadership and innovative work behavior.
Theory and Hypotheses
Transformational leadership is a unique leadership style, which is theorized to have the ability to influence employees' moral values and ethics in such a way that they tend to perform better than expected [24, 44] . Transformational leadership extensively focuses on the consideration, intellectual stimulation, and inspirational motivation of the individuals [24, 45] . Moreover, transformational leaders are considered more trustworthy, realistic, and practical, which could help them to accomplish their tasks and also has the potential to stimulate innovative work behavior [28, 34] . Innovation is described as the process that enables the individual to develop and implement new ideas to perform better
Transformational Leadership and Trust in Leaders
Transformational leaders significantly affects followers' performance [65] because transformational leaders foster an organizational culture characterizing favorable emotions and mutual trust [66] . The researchers [67] [68] [69] have highlighted the importance of trust in the leader-follower relationship [70] , particularly in encouraging them to perform their job beyond expectations. Although the significant relationship between transformational leadership and trust is well recognized in existing research [43, [71] [72] [73] [74] [75] , some researchers [65] still insist on further investigating the relationship between transformational leadership and trust in leaders. This study addressed this concern using the social exchange theory, from the perspective of Tepper et al. [76] , who reported trust in a leader as an outcome that belongs to between-person correlates of transformational leadership. Trust represents an interpersonal exchange between two parties [70] , representing a voluntary reliance of one party on another party for taking some actions. Therefore, it is sensible to use SET to describe the link between transformational leadership and followers' trust in leaders. Social exchange theory helps us explain the way in which social exchanges strengthen the interpersonal relationship between the leader and their followers, particularly based on reciprocal exchanges [77] , which also lays the foundation of the leader-member exchange theory (LMX) [78] .
Since each party is involved in a reciprocal exchange relationship, such as that between leader and follower, it brings a distinct resource for the exchange [79] . The leaders are also expected to provide tangible and intangible incentives to their followers to perform their job beyond expectations [79] . Transformational leadership is characterized by four different dimensions [24] , "idealized influence, intellectual stimulation, inspirational motivation, and individualized consideration" [29] , which can be considered to be intangible forms of resources, and that the transformational leaders can use to foster a mutual trust in their followers. Idealized influence is the ability to motivate followers to trust and recognize the charisma of their leaders and their mission. Inspirational motivation is the capability to express common goals, as well as a clear and convincing vision that motivates followers and boosts positive expectations [80] . Intellectual stimulation is the ability to test followers' expectations, risk-taking, critical thinking, recognizing, and solving problems practically [40] , which becomes more apparent when the transformational leaders present themselves as a role model for their followers. Individualized considerations refer to the leader being able to recognize and understand the developmental needs of followers, listen to their concerns, and treat them equally [27] . Considering these key characteristics as the intangible resources, we propose that the leaders engage them with the followers to induce positive reactions from the followers. Similarly, the followers may perceive individualized consideration consistently provided by a transformational leader as a resource to help them meet their specific performance target. Thus, they may feel obliged and may exchange in terms of increased trust in their leaders. According to Liu et al. [81] , aspects of transformational leaders are aligned to some antecedents (e.g., integrity, benevolence, care, and consideration) of trust in the leader. In brief, the followers will be more likely to exchange in the form of increased trust in their leaders. Thus, we hypothesized that:
H1. Transformational leadership is positively related to trust in leaders.
Trust in Leaders and Work Engagement
Over the decades, work engagement has become significant as a broader concept that includes involvement and self-presence at work [82] . Work engagement is derived from trust, making employees more attached to the organization in a persistent state [83, 84] . Macey et al. [85] proposed that work engagement can be enhanced through developing employees' trust in the leader. Moreover, the relationship between trust in the leader and worker engagement can be hypothesized based on social exchange theory. The present study has revealed that trust is an important predictor of various organizational desired discretionary behaviors, including cooperation [86] , citizenship behavior [87] , commitment [88] , and loyalty [89] . This demonstrates that the employees exchange trust in the leader by exhibiting more discretionary behaviors at their workplace. This suggests that the employees are more likely to exchange their contributions in the form of discretionary behavior when they have greater trust in their leaders. The simple explanation for this exchange is that trust in leaders leads employees to focus more on their current job, because they can devote their effort, energy, and time to perform their job efficiently [90] rather than protecting themselves [91] by indulging in behaviors such as lobbying and ingratiation [92] . We can argue that greater trust in leaders provides more time and energy to the employees to focus on their existing job. In return, they will be more engaged in their work. The existing literature supported the positive influence of trust in the leader on employees' work engagement [90, 93, 94] . Thus, we hypothesized that:
H2. Trust in a leader has a positive impact on employees' work engagement.
Work Engagement and Innovative Work Behavior
The successful organizations need to encourage innovative work behavior at the workplace to utilize employee creativity [46, 95, 96] to cope with the uncertain business environment [12] . Innovative work behavior refers to the creation and implementation of innovative ideas by employees while performing their job to enhance their task performance, group performance, or organizational performance [97] . Despite the continuing interest of management scholars and practitioners in innovation for long-term organizational success [98] , the research in innovative work behavior is still in its infancy stage [90] . Work engagement refers to "a positive, fulfilling, work-related state of mind characterized by vigor, dedication, and absorption" [84] (p. 465). Some recent studies have reported a significant impact of work engagement on innovative work behavior [90, 99, 100] . Using the lens of social exchange theory, we hypothesize that the employees with higher work engagement, dedication, and absorption are more likely to bring new ideas at work [83] . When leaders in the organization provide an effective working environment to employees where they could highly engage themselves in their work, the employees are more likely to bring more innovative ideas to themselves, their team, and their organization [101] . Thus, we hypothesized that:
H3. Work engagement has a positive impact on employees' innovative work behavior.
Transformational Leadership and Innovative Work Behavior
Transformational leadership plays an important role in transforming the norms and values, which further help the organizational members in enhancing an individual's performance [102, 103] . Transformational leadership stimulates the intellectual thinking that encourages employees to think outside of the box, and thus they become more devoted to accomplishing the organizational vision effectively [104] . The transformational leaders also simulate employees' working behaviors [105] that help the individuals enhance their skills and abilities to solve work-based problems [106, 107] . For instance, transformational leaders help the employees think outside of the box for making independent decisions without relying on others to strengthen their intellectual power [65, 108] . Transformational leaders also have the capacity to develop a unique organizational culture that encourages employees toward innovative work behavior (IWB) [23, 101] . Transformational leadership bears all these key features (e.g., problem-solving, motivational indicators, and performance evaluation), which are required for creating and enhancing the employees' innovative work behavior [109] . Thus, previous empirical evidence revealed a [37, 110, 111] positive relationship between transformational leadership and innovative work behavior.
H4.
Transformational leadership is positively related to employees' innovative work behavior.
Transformational Leadership, Trust in Leader, Work Engagement, and Innovative Work Behavior: Serial Mediation
Hypothesis H1 and H2 together point toward the mediating role of trust in leaders between TL and work engagement. According to social exchange theory, the parties involved in a social exchange process need to maintain a certain level of trust to reciprocate with each other [50] . In the context of a leader-follower relationship, the characteristics of a transformational leadership style represent certain specific behaviors of a leader that develop a higher perception of employees' trust in a leader [43, [71] [72] [73] [74] [75] . When the employees' trust in the leader is developed, they may find more time, energy, and encouragement to focus on their existing job [90] instead of indulging in self-protective behaviors (e.g., lobbying, absenteeism, impression management) which guarantee them psychological safety in case of low trust in the leaders [91] . Consequently, the employees may feel happier, safe, and encouraged to avail more time and energy, and would engage by emphasizing more on their work [112] . This represents a mediation mechanism explaining how transformational leadership is related to work engagement through trust in the leader.
Similarly, hypotheses H2 and H3 together point toward a mediating mechanism explaining how trust in leadership is related to innovative work behavior through work engagement. Based on social exchange theory, we contend that the trust in the leader ensures that more time, energy, and encouragement is available to the employees to perform their job more accurately [90] . Similarly, in the case of trust, the employees will feel more psychological safety, which will empower them to engage more in their work [91] . Consequently, they can introduce more innovative ideas because of the more engaging work environment provided by their leaders and organization [83] . Thus, we proposed that work engagement mediates the relationship between trust in a leader and innovative work behavior.
However, the mediating mechanisms proposed in the previous two paragraphs may explain a serial mechanism through which the leadership can boost innovative work behaviors at the workplace. Considering the previous argument based on SET, current research has proposed and tested a chain association between transformation leadership and innovative work behavior through two important positive constructs, i.e. trust in a leaders and work engagement. Based on social exchange theory (SET), we argue that transformational leaders have certain characteristics that instill trust in the leadership among employees [43, [71] [72] [73] [74] [75] , which leads them to feel more engaged in their work [85, 90] , and consequently, they will exhibit more innovative work behavior at the workplace [90, 99, 100] . Although the relationship between transformational leadership and innovative work behavior may exist, this relationship will be more pronounced if transformational leaders succeed in instilling trust and engagement among the employees at the workplace. Thus, we hypothesized that:
H5. Trust in leaders mediates the positive relationship between transformational leadership and work engagement.
H6.
Work engagement mediates the positive relationship between transformational leadership and innovative work behavior.
H7.
Work engagement mediates the positive relationship between trust in leaders and innovative work behavior.
H8.
The positive relationship between transformational leadership and innovative work behavior is serially mediated through trust in leaders and innovative work behavior.
Empowerment as a Moderator
Transformational leadership has become the most significant factor in the last two decades because of its influence on employee attitudes such as empowerment [113] . According to [114] , empowerment has a combination of four different kinds of feelings: "competence, meaning, impact, and self-determination" (p. 669). Afsar et al. [110] revealed that transformational leadership has a significant influence on psychological empowerment and employee innovative work behavior. Transformational leaders frequently focus on providing support, teamwork, sharing experience, autonomy in decision making, and authorizing the implementation of ideas, which could boost employees' innovative behavior. Consequently, transformational leadership develops an effective working environment where individuals feel knowledgeable, self-managed, capable, and motivated to practice empowerment [115] . Furthermore, employees who have greater empowerment are more proactive because of independent decision making [116] . Thomas and Velthouse [114] proposed that employees become less effective and are not able to fully use their creative potential because of current conventional organizational practices that reduce the perception of helplessness. Therefore, the sense of helplessness can lead to ineffective operations and hinder employee innovative behavior.
Edmondson [117] recommended that leaders must endeavor, stimulate empowerment, and instill feelings of determination between employees to transform the organizational vision into reality.
Jung and Avolio [118] stated that transformational leaders empower and encourage their followers through individual consideration and stimulating inspiration instead of concentrating on rewards and punishments. When leaders provide autonomy to their followers and develop a participative culture in the organization, then followers ready to accept task and authority toward achieving collective goals for improving organizational performance. Parry and Proctor-Thomson [119] argued that transformational leaders respect, admire, are responsible to others, and also evaluate their followers' performance, which creates a feeling of empowerment. Thus, TL inspires as well as empowers their followers to participate in decision-making processes and perform the job with shared values and unity.
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Research Methodology
Procedure
The data were collected from full-time employees engaged in multinational organizations operating in the pharmaceutical, electronics, and automobile manufacturing industry in different regions of China. The original questionnaire was developed in English and later translated into Chinese and then back into English by two bilingual experts to check the accuracy [123] . The questionnaires were distributed in two different waves, and enough time was given to the participant to fill out the questionnaire survey and return it to the research teams. In the first wave, they answered the questions regarding transformational leadership, trust in a leader, and their demographics. After two weeks, in the second wave, they rated their work engagement, empowerment, and innovative work behavior. Questionnaires in both waves were coded to validate that the responses could be matched. Respondents were assured that all of the responses would remain anonymous and only used in research. A total of 400 questionnaires was distributed, and 281 complete questionnaires were returned. The response rate was 70%. In this study, 73% of respondents were male, while 66% were aged between 18-30 years old. Almost half (47.6%) of employees were engaged with the organization for between one and five years.
All the variables in this research were measured using a five-point Likert scale ranging from 1 = strongly disagree to 5 = strongly agree, except for the questions addressing transformational leadership and work engagement, which ranged from 1 = never to 5 = always.
Transformational Leadership
Transformational leadership was measured using 12-items of the Multifactor Leadership Questionnaire (MLQ) developed by [34, 124] , which is based on employees' perception of their supervisor's behavior. Four dimensions of transformational leadership were included: charisma, inspirational motivation, intellectual stimulation, individualized consideration. Sample items included idealized influence ("My supervisor talks about his/her most important values"), individualized consideration ("My supervisor treats me as an individual rather than just as a member of a group"), intellectual stimulation ("My supervisor suggests new ways of looking at how to complete an assignment"), and inspirational motivation ("My supervisor talks enthusiastically about what needs to be accomplished"). Cronbach's alpha for this cumulative scale was 0.88. The average variance extracted (AVE) and composite reliability (CR) values were 0.58 and 0.84 respectively, and the factor loadings of the 11 items were higher than 0.70, presenting a greater level of both convergent validity and internal reliability for the measure [125] .
Trust in Leader
Employees' trust in their leader was measured using a seven-item scale developed by [126] . One sample item included, "I believe my leader has high integrity". The Cronbach's alpha for this scale was 0.84, the AVE and CR values were 0.66 and 0.92 respectively, and the loadings of the seven items were higher than 0.73, presenting a greater level of both convergent validity and internal reliability.
Work Engagement
Work engagement was measured using a nine-item Utrecht Work Engagement Scale (UWES) developed by [127] . Three dimensions of UWES were contained three items each related to vigor "At my job, I feel strong and vigorous", dedication "I am enthusiastic about my work", and absorption ("I get carried away by my work"). The Cronbach's alpha for this cumulative scale was 0.91, the AVE and CR value were 0.65 and 0.86, respectively, and the loadings of the eight items were higher than 0.78, presenting a greater level of both convergent validity and internal reliability for the measure. 
Empowerment
Employee empowerment was measured using a six-item scale adapted from [128] . Sample items included in this scale were, "I feel competent to perform tasks required for my position", "I have the authority to make decisions that need to be made", and "I am confident about my capabilities and skills to excel in my job". The Cronbach's alpha for this scale was 0.90, the AVE and CR values were 0.61 and 0.81, respectively, and the factor loadings of the six items were higher than 0.73, presenting a greater level of both convergent validity and internal reliability for the measure.
Innovative Work Behavior (IWB)
The innovative work behavior (IWB) of an individual employee was measured using a six-item scale developed by [19] , which has been extensively used in the previous research studies [129] [130] [131] . Sample items included, "This employee creates new ideas for difficult issues". The Cronbach's alpha for this scale was 0.83, the AVE and CR value were 0.75 and 0.91, respectively, and the loadings of the six items were higher than 0.81, presenting a greater level of both convergent validity and internal reliability.
Control Variables
Based on some previous studies, we included some control variables, which included gender, age, tenure with the organization, and power distance. Gender was coded male = 1 and female = 2, while age (1 = 18-30, 2 = 31-40, 3 = 41-50, 4 = 46-55, 5 = 56 years old and above) and tenure (1 = 1-5 years, 2 = 6-10 years, 3 = 11-15 years, 4 = 16-20 years) had larger ranges. Past studies have revealed individual-level cultural values impact individual responses to different aspects of their working environment, including leaders' behavior; the power distance orientation of subordinates was controlled for using a five-item scale adopted from [132] . This permits us to examine the influence of transformational leadership on employees' innovative work behavior while excluding the impact of cultural differences between employees concerning how they perceive the influence of hierarchy within the organization. Furthermore, Cronbach's alpha for this scale was 0.87. The means that the standard deviation and correlations for all variables are presented in Table 1 . 
Confirmatory Factor Analysis
Confirmatory factor analysis (CFA) in AMOS 22 was utilized [133] to check the validity and reliability of the study variables and test for common method bias [134] , and we established the validity and reliability. Additionally, four alternate models were tested, which revealed that the five-factor baseline hypothesized model provide the best model fit (Table 2) . Moreover, no issue was reported with discriminant validity. The confirmatory factor analysis shows that the five-factor model in this study (transformational leadership, trust in leader, work engagement, empowerment, and innovative work behavior) fit the data extremely well ( indicating that the common method bias was not a key issue in the present research. The findings of this study also support that the model fits well on all measures and it satisfies the basic requirements. Note. N = 281 *** p < 0.001. RMSEA = root mean square error of approximation. TLI = Tucker-Lewis index. CFI = comparative fit index. GFI = goodness fit index. IFI = incremental fit index.
Hypotheses Testing
This research examined the influence of transformational leadership on employees' innovative work behavior through trust in leader and work engagement. The sequence of hypothesized relationships demonstrated a serial mediation mechanism. Therefore, we used SPSS macro process [135] to test the serial mediation (Table 3 ) and moderation by representing transformational leadership as an independent variable, trust in a leader and work engagement as mediating variables, and innovative work behavior as a dependent variable. Furthermore, we run the bootstrapping to test the mediation on 1000 bootstrapping samples with a 95% confidence interval (CI) suggested by Preacher and Hayes [136] . The findings revealed that transformational leadership is positively related to the trust in a leader (β = 0.463, p < 0.000). This supported hypothesis H1. Trust in a leader is positively and significantly related to work engagement (β = 0.154, p < 0.05), supporting hypothesis H2. Similarly, work engagement is positively associated with innovative work behavior (β = 0.657, p < 0.000). Thus, hypothesis H3 was also supported. The results also revealed a positive and significant relationship of transformational leadership with employee's innovative behavior (β = 0.242, p < 0.01), supporting hypothesis H4.
Further, the statistical results also supported the significant mediating effect of trust in a leader between transformational leadership and innovative work behavior (β = 0.072). Thus, hypothesis H5 was also supported. Consistently, the indirect effect of transformational leadership on innovative work behavior through work engagement was also significant (β = 0.231), which supports hypothesis H6. The findings also revealed a significant indirect effect of trust in a leader on innovative work behavior through work engagement (β = 0.182), which supports hypothesis H7. Finally, the findings provided statistical support for the serial mediating effect of transformational leadership on innovative work behavior through trust in a leader, and work engagement was also found to be significant (β = 0.047). Thus, hypothesis H8 was also supported. Note: * p < 0.05, ** p < 0.01, *** p < 0.001. TL, transformational leadership; WE, work engagement; IWB, innovative work behavior.
Moderation Results
The statistical results of hierarchical moderation regression (Table 4 ) supported hypothesis H9, stating the moderation effect of empowerment on the relationship between transformation leadership and employees' innovative work behavior. Since the interaction term (TL x empowerment) was significant (β = 0.20, p < 0.01), we plotted the slope of transformational leadership on innovative work behavior according to the follower's empowerment provided by their leaders (Figure 2 ). The plot explains that the relationship between transformational leadership and innovative work behavior becomes stronger at the higher level of empowerment. Thus, the results presented in Table 4 provided the support for hypothesis H9. behavior intends that trust has greater implications [139] . The employees develop more trust in leaders [140] when they observe that their leaders are caring, helpful, and fulfill their promises. Consequently, the employees' performance is improved. Thus, the characteristics of leadership have a substantial effect on the employees through boosting their trust in the leaders, which ultimately encourages them to be engaged in their work (Martins Marques de Lima Rua and Costa Araújo, 2013) [140] . Therefore, the followers of transformational leaders have greater dedication and absorption in their work [141] [142] [143] . Transformational leadership has the ability to engage employees by motivating them to stimulate their skills for organizational long-term success by exerting greater efforts [144] [145] [146] . A transformational leader has a profound emphasis on teamwork, which forms a culture where communication is open and innovations are highly commended [80, 147] . Moreover, transformational leadership stimulates the working behavior of employees, so they dedicate their efforts to the prosperity of the organization and think outside of the box [105, 108] . As it is proposed in the above literature, transformational leaders' behavior could affect and motivate their followers to be devoted to their work [21] [22] [23] . Moreover, transformational leaders have the ability to facilitate organizational innovation through employees' innovative behavior. Innovative work behavior can be encouraged by transformational leaders by engaging employees in different learning activities and enabling them to develop alternative solutions to workplace problems [27] .
By investigating the influence of work engagement on innovative work behavior, this study significantly expands the knowledge that an organization can foster employee willingness to utilize their vigorous efforts and capabilities to exhibit innovative work behavior [148] . Thus, these findings are consistent with the previous studies concluding that employees with a greater level of work 
Discussion and Theoretical Contribution
The key objective was to analyze the association between the transformational leadership, trust in leader, empowerment, work engagement, and innovative work behavior of the employees. Furthermore, we used SET to explain how the transformational leaders can positively influence the employees' innovative work behavior in the Chinese organizational context. The findings of this research revealed that the transformational leadership engenders the higher innovative work behavior of the employees through trust in leaders and work engagement. This study provides the possible understanding of hierarchy and interpersonal society for multinational organizations that are setting up their businesses in China.
The findings of this research provide empirical support for the significant role of transformational leadership in building employees' trust in a leaders, which is consistent with the findings of previous studies [32, 40, 137] . The interpersonal relationships and leader's behavior have an enormous impact on employees in the Chinese organizational context. Particularly, the leaders' ability to create and enhance employees' trust may improve organizational performance [39, 43, 138] . The significant mediating effect of trust between transformational leadership and innovative work behavior intends that trust has greater implications [139] . The employees develop more trust in leaders [140] when they observe that their leaders are caring, helpful, and fulfill their promises. Consequently, the employees' performance is improved. Thus, the characteristics of leadership have a substantial effect on the employees through boosting their trust in the leaders, which ultimately encourages them to be engaged in their work (Martins Marques de Lima Rua and Costa Araújo, 2013) [140] .
Therefore, the followers of transformational leaders have greater dedication and absorption in their work [141] [142] [143] . Transformational leadership has the ability to engage employees by motivating them to stimulate their skills for organizational long-term success by exerting greater efforts [144] [145] [146] . A transformational leader has a profound emphasis on teamwork, which forms a culture where communication is open and innovations are highly commended [80, 147] . Moreover, transformational leadership stimulates the working behavior of employees, so they dedicate their efforts to the prosperity of the organization and think outside of the box [105, 108] . As it is proposed in the above literature, transformational leaders' behavior could affect and motivate their followers to be devoted to their work [21] [22] [23] . Moreover, transformational leaders have the ability to facilitate organizational innovation through employees' innovative behavior. Innovative work behavior can be encouraged by transformational leaders by engaging employees in different learning activities and enabling them to develop alternative solutions to workplace problems [27] .
By investigating the influence of work engagement on innovative work behavior, this study significantly expands the knowledge that an organization can foster employee willingness to utilize their vigorous efforts and capabilities to exhibit innovative work behavior [148] . Thus, these findings are consistent with the previous studies concluding that employees with a greater level of work engagement will be expected to seek novel ideas in the organization [23, 83, 149] . Organizations that are pursuing the development of an innovative culture should do their best effort in creating and sustaining the environment that helps promote employees' innovative work behavior by emphasizing work engagement. Consequently, employee engagement positively influences an employee's innovative work behavior [23, 83, 146, 150] . Transformational leaders have a greater vision in their minds for bringing out innovation in their followers at the individual level [151] , which enhances organizational innovation [152] .
Finally, the findings from this study also show that empowerment significantly moderates the relationship between transformational leadership and employees' innovative work behavior. Transformational leaders are also doing their best in terms of developing the followers' potential so that they become independent and able to make their own decisions [28, 153] . Previous empirical studies revealed that transformational leadership helps employees' psychological empowerment [154, 155] . This implies that employees are more comfortable with leaders who empower them to make their own decisions rather than just to follow their orders [36, 105] . The employees perceiving a high level of empowerment will contribute more toward organizational success. Bakker et al., Laschinger et al., and Macey and Schneider [156] [157] [158] proposed that in order to increase employees' involvement in work engagement, it is compulsory to empower them. na [116] .
Implications for Management
The results of the present study support the claims of SET and demonstrate the significance of transformational leadership, trust, work engagement, and empowerment for creating and enhancing employees' innovative work behavior. This research offers several implications for organizational managers. First, managers should develop transformational leadership skills to ensure more innovative outcomes for their organizations. The findings of the current study imply that employees are inspired by transformational leaders' behaviors (including the vision for an innovative organization and stimulating employees to intellectual activities), which subsequently has a positive impact on employees' innovative behavior.
Second, these results also support the view that transformational leaders may improve their relationship with employees by developing and maintaining trust. Thus, additional trainings should be provided to enhance transformational leadership behaviors [159] . Managers who are more aware of their organizational environment are more likely to gain the full advantages of leadership, because such kinds of abilities have always led them in empowering and motivating their followers [160] . The organizations must provide a secure, encouraging, and helpful working environment where employees are not scared to share novel ideas and suggestions with their leaders. An effective working environment where employees can express their suggestions, share excellent experiences, identify mistakes, share knowledge, and discuss work-based problems with their leaders is likely to exhibit a higher level of innovative work behavior (McGuire and Kennerly, 2006).
Finally, work engagement cannot exist in any organization in the absence of trust in leaders and empowerment. The organizations may develop strategies to promote employees' level of trust to benefit from work engagement. This may also facilitate employees with a greater level of trust to engage more in their work, which consecutively stimulates greater sustainable organizational performance [157, 158, 161] . In order to develop and maintain trust, the workgroup should be monitored regularly. The organizations may also cultivate trust by creating empathy and effective communication channels for employees [162] . The leaders may boost employees' innovative work behavior by providing an effective workplace environment that stimulates willingness to engage in their work. Consequently, employee's personal engagement, positive emotions, and vigor may contribute positively to organizational success [55, 100, 163, 164] .
Limitations and Future Directions
Before analyzing possible directions for future research, it is imperative to put attention toward the limitations related to this research. First, cross-sectional data was used; thus, it's difficult to analyze the causal relation between variables. One example is whether subordinates who have more trust in their leader and empowerment can evaluate the transformational leadership characteristics more positively. This issue can be overcome by collecting longitudinal data, which can provide more applicable findings [165] . Secondly, the quantitative data that was used in this research can reveal the relationship between different variables, but cannot explain why such an association exists [166, 167] . Moreover, qualitative data can be used in future studies to find out such a relationship. Subsequently, the mixed method (qualitative and quantitative data) can bring a broader examination of employees' innovative work.
In this study, data were collected from diverse multinational organizations operating in China. Thus, future research should be conducted in larger organizations within the national and international context with a greater sample size to generalize the results. Moreover, the empirical model used in this study is suitable and reliable. In future research, different variables that may have a leading influence on an individual's capability to exhibit creativity (e.g., LMX, voice behavior, power distance, and knowledge sharing) may be included as potential mediators. Further, in future investigations, the researchers may collect data from larger organizations serving in diverse sectors (banking, healthcare, telecommunication, manufacturing, hospitality, and information technology) to contrast the current findings. It would be more exciting to analyze whether our results are reproducible in individualistic cultures as compared to collectivistic cultures where social relationships are not crucial toward organizational success. Finally, SET was used in this study to describe the conceptual framework, but this theory was formulated in the West. The existing research is really concerned about the issues; however, it is uncertain whether theories that were developed in the Western culture could be appropriate in an Asian organizational context. Even though SET has been broadly used in Asian cultural contexts, and it is believed that it would not affect the results of this study. 
